With the globalization and the development of scientific technology, competition pressure is more and more in all kinds of organization. Thus, organizational change is becoming the norm, which inevitably lead to the uncertainty of employment relationship, particularly, on employees' serious of behaviours. These effects have become the vital factors in the organization achieving its organizational goals, and have become an important factor in determining successful organizational change. However, the relevant studies are based predominately on Western theories and models, rather than Chinese cultural background, especially within a public sector context such as the government. By selecting more than 500 Chinese civil servants for the questionnaire, this study is going to measure the dimension of organizational change in Chinese government, and its impact on Chinese civil servants' behavioural responses. The results show that the impact of different organizational change on Chinese civil servants' behavioural responses (Exit, Voice, Loyalty, Neglect) is different.
Introduction
In recent years, globalization, technological improvement, and economic and social development have significantly transformed the global landscape (Allen et al., 2012) . For coping with the increasing competition and survive in this transformed environment, organizations have to improve to sustain an advantage amidst environmental changes (Burke, 2002) . Inevitably, kinds of organizational change including reorganization, massive layoffs and downsizing are becoming a common phenomenon (Cheng & Petrovic-Lazarevic, 2005) . Accordingly, in one hand, these organizational changes influence the impersonal nature on the structure and operational process of the organizations. On the other hand, it also influences the organizational nature which is personal related, particularly the employees and their behavioural responses (Schalk, 2004; Chiang, 2010) . In the history of organizational development, organizational change plays a particularly important role in the development of an organization (Weick & Quinn, 1999; Branch, 2011) .
According to Ashford, Lee & Bobko (1989) , organizational change could result in a change of employees' attitude, behaviour and work outcomes. In this case, organizational change would inevitably lead to a series of behavioural responses such as a decrease in organizational commitment (Raja, Johns, & Ntalianis, 2004) and organizational citizenship behaviour (Suazo, Turnley, & Mai-Dalton, 2005) , and an increase in job resignations (Guzzo & Noonan, 1994) .
In general, for all the organizations, it is vital to understand employees' behavioural responses to organizational change in assuring the success of change (Allen, 2009) . Therefore, the current study focuses on this problem in examining the role of organizational change on employees' behavioural responses that might support or hinder effective and successful organizational changes.
Theoretical Background and Hypotheses
services and quality management (Willems, Janvier, & Henderickx, 2004) . More and more management practices that are often used in private sectors have been applied into public sectors, which had a profound influence on the employment relationship in public sectors (Burgess & Ratto, 2003) . The expectation of employees at public sectors on the organization is altering, which inevitably influences the employment relationship at public sector organizations. Accordingly, a series of organizational changes is happening at public sectors. Rousseau (1995) argues that organizational change may lead to the fundamental change in strategy, human resource management policies, organizational structure and procedures. Comparing with the private sectors, because of its bureaucratic nature, following the rules & regulations of the organization is usually taken as the most importance at public sectors when they make policies and doing operational management (Willems et al., 2004) . In doing so, less autonomy and flexibility is certainty for public sectors when they make policies and doing operational management (Claver, 1999) . Thus, comparing with the private sectors, the public sectors must experience more fundamental and more radical organizational change in coping with the increasingly challenges (Millward & Brewerton, 1999; Herriot Hirsh & Reilly, 1998) . Moreover, in terms of the difference of social and economic context, the management and employees' personal values at public sectors is quite different from the private sectors. Therefore, comparing with the private sector employees, when organizational changes happen, public sector employees usually have different behavioural responses (Hui, Lee, & Rousseau, 2004) .
In discussing the government reform at Chinese government, it requires establishing a new governmental strategy, organizational structure and function, and the operational pattern related to individual civil servants in order to raise the administrative effectiveness of the government, adapt to environmental transformation and meet its demands (Huang & Liu, 1988; Lo, 2007) . Since the government reform started in 2006, the malady of bureaucracy has seen some improvement and the privileges of civil servants have been restricted, to some extent. With the application of competition system into public sectors, the employees start to feel more and more job insecurity, particular their benefits on performance, rewarding and promotion issues. Moreover, because of the change of the structure and workflow at public sectors, the civil servants' behavioural responses to government reform would inevitably be influenced (Wang & Wu, 2008) , which consequently results in outcomes such as civil servants' low work efficiency, them making less effort at work, and their reduced loyalty to the government (Wei, Zhao, & Liang, 2007) .
Regarding the studies about organizational change on employees' behavioural responses, most of the research focus on western background and context (Willem et al., 2010) , the research on the cultural difference and context difference haven't been taken as very important. As a country with a population of 1.3 billion and a history spanning 5000 years, China has a unique culture and tradition that is different from that of the Western world (Chee & West, 2007) . As Selmer (2002) argued, in comparison with most other cultures in the world, Chinese culture is continual, homogeneous and strong. In view of the influence of cultural diversity on the validity of a conceptual framework, the researcher believes that investigation of civil servants' behavioural responses within a Chinese cultural background will help the Chinese government to deal with the relevant problems during the period of government reform. Thus, for investigating the validity of prior research on employees' behavioural responses to organizational change, this study focuses on the Chinese cultural background and government context. Schalk and Freese (2000) argue that organizational change will have a strong impact on employees including their working attitude and behavioural responses. As Erorgan (2008) suggested, organizational change will not be able to be implemented successfully unless it is accepted by the employees. Essentially, organizational change disrupts the basic norms, beliefs, and expectations of the organization, either positively or negatively (Allen, 2009 ). However, even if organizational change is implemented for positive reasons, employees can often respond to change in negative ways and may even resist change efforts (Jones, Watson, Hobman, Bordia, Gallois & Callan, 2008) . In literature, the dominant research on organizational change focuses on employees' resistance to change, which would not only decrease their morale and work performance, but is also likely to result in their negative responses to that change (Weber & Weber, 2001) . Because employees' responses to organizational change are vital factors in the organization achieving its organizational goals (Martin, 1998; Eby, Adams, Russell, & Gaby, 2000) , employee response has become an important factor in determining successful organizational change (Bernerth, 2004; Vakola & Nikolaou, 2005; Rafferty & Simon, 2006; Orge & Berson, 2011) .
Organizational Change on Employees' Behavioural Responses
In empirical studies, much has been studied regarding the impact of organizational change on employees.
ass.ccsenet.org Asian Social Science Vol. 15, No. 3 2019 According to Ashford et al. (1989) , organizational change can result in employees' emotional experiences of anxiety, stress and insecurity, and may also have an influence on their organizational commitments, job satisfaction and work performance. When employees feel that changes influence the ability of the organization to fulfil its promises or obligations to them, it may result in their resistance to organizational change (e.g. Ito & Brotheridge, 2001; Erorgan, 2008; Shah & Irani, 2010; Hui & Lee, 2000) . Accordingly, a mismatch can occur between the organization's goals and individuals' goals, which may lead to a series of negative responses from employees (e.g. Callan, 1993; Doby & Caplan, 1995; Robertson & Seneviratne, 1995) .
The Correlations in Terms of Sub-Dimensional Level
Beer (1980) and Senior (2002) pointed out that organization's strategy, process, people, and structure are the main content for any kind of organizational change. As such, for achieving the goals and aims of the organization, the organization usually alters its strategy to fit the organizational mission and strategic environment (Jones, 2009 ). Thus, the change for the organizational basic objectives or missions is called strategic changes (Piderit, 2000; Moody, 2010) . According to Poloczek, Griner, & Nowosielski (2008) , the internal structural change such as organizational resturture, functional redistribution is taken as sturctural change. For those organizational re-engineering process that aims to improve the efficiencies and effectiveness of the organization, it is usually called process-oriented change (Hammer & Champy, 1993) . In addition, for those changes that is firmly related to employees benefits, it is usually taken as the people-oriented changes (Kittleson, 1995).
EVLN Framework
As for employees' responses to organizational change, traditional frameworks have generally found the impact of organizational change to be in line with certain outcomes, such as positive and constructive relations, or ones that are negative and destructive (Kickul, 2001; Lester, Turnley, & Bloodgood, 2002; Turnley, Bolino, Lester, & Bloodgood, 2003; Kickul, Lester, & Belgio, 2004) . In order to explain the employees' responses to organizational change in a clearer and more abstract way, Farrel (1983) developed the EVLN framework. In using of the Exit, Voice, Loyalty, and Neglect typology, he integrated the employees' constructivenessdestructiveness and activity-passivity dimensions into a 2×2 model (Farrell & Rusbult, 1992) . It is argued that, in comparison with traditional frameworks, the EVLN framework provides a more effective means with which to test the employees' responses to organizational change (Gallagher, 2008) . This is shown in Figure 1 .
As seen in Figure 1 , within the dimensions of constructiveness-destructiveness, Voice and Loyalty behaviour are constructive responses, in which employees tend to get and maintain a satisfactory employment relationship; conversely, Exit and Neglect behaviour are destructive responses, which would be unfavourable to keeping a satisfactory employment relationship. Within the dimensions of active and passive, Exit and Voice behaviour are active responses, in which employees tend to be more pro-active in responding to their dissatisfactions with the organization; whereas Neglect and Loyalty behaviour are passive responses, whereby employees are more passive and negative in responding to their dissatisfactions with the organization.
In empirical studies, a number of researchers have examined the correlation between psychological contract breach and employees' EVLN behaviour in different contexts (e.g. Turnley & Feldman, 1999; Thomas & Pekerti, 2003; Ping, 1993; Hagedoorn et al., 1999; Liljegren, Nordlund, & Ekberg, 2008; Bellou, 2009 ). As such, an important empirical study was conducted by Turnley and Feldman (1999) among American managers and executives. By adopting the EVLN model to explain employees' responses to psychological contract breach, Turnley and Feldman (1999) found that there is a positive correlation between psychological contract breach and employees' Exit, Voice and Neglect behaviour, and there is a negative correlation between psychological contract breach and employees' Loyalty behaviour. Further, by investigating 233 teachers and maternity nurses in the Netherlands, Hagedoorn et al.'s (1999) empirical study supported the two-dimensional structure of the EVLN framework. They found that psychological contract breach is negatively related to employees' considerate Voice and Loyalty behaviour but positively related to their aggressive Voice and Neglect behaviour. In addition, in Bellou's (2009) empirical study among Greek public sector employees, it was found that psychological contract breach increased the destructive behaviour of Neglect and reduced the constructive behaviour of Loyalty, but did not significantly influence employees' Exit and Voice behaviour.
Based on the research purpose and the argument of literature review, it can be hypothesized as follows:
H1: Organizational change is a 4-dimensional model which includes strategic, structural, process-oriented and people-oriented change within Chinese government context.
H2
: the effect of organizational change on Chinese government civil servants' EVLN behaviour is different in terms of different dimensions. 
Research Methodology
To achieve the research aims, the researcher used the questionnaire to collect the data in line with a predominantly quantitative approach. In following with the prior literature review, the author firstly undertook 15 telephone interviews with 15 Chinese government civil servants. Based to the contents of telephone interview, the author tried to develop the questionnaire design for "organizational change" measurement. For the information seeking about civil servants' EVLN behaviour, the measurements in Mellahi, Budhwar, & Baibing's (2010) empirical study were adopted.
According to China HR Ministry (2007) , China has a large number of population and also have a large number of government civil servants. Therefore, it is impossible to do the survey for the vast target population. Thus, a stratification sampling method can be more appropriate during the sampling (Saunders, Lewis & Thornhill, 2003) . For measuring the dimension of organizational change and civil servants' EVLN behaviour, the author distributed a total of 510 questionnaires to the Chinese government civil servants from 5 different regions in China. And a total of 487 questionnaires were returned. 96% valid return rate is satisfactory for this study. For analysing these data, the researcher used the method such as factor analysis, descriptive statistics and Structural equation modeling (Norusis, 1991) . As such, the researcher adopted different samples in undertaking exploratory factor analysis and confirmatory factor analysis, but for the relational model and measurement model (confirmatory factor analysis), the same samples are used.
Results
According to Millsap and Everson (1991) , in order to verify those measurement models that are derived from classical test theory, it is necessary to undertake confirmatory factor analysis. Therefore, before examining the impact of organizational change on Chinese government civil servants' EVLN behaviour, the relevant confirmatory factor analysis was first undertaken. The confirmatory factor analysis for organizational change has been shown in Section 4.3. As for the measurements on the civil servants' EVLN behaviour, because it is based on the prior well-examined measurements (Mellahi et al., 2010) , the relevant confirmatory factor analysis is not necessary. Therefore, the following is the Structural equation modeling between organizational change and the Chinese civil servants' EVLN behaviour.
The relational model (Codd, 1970) between organizational change and the Chinese civil servants' EVLN behaviour is presented in Figure 3 . The path coefficients between organizational change and the civil servants' EVLN behaviour are acceptable at significant level (p<.05), which mean that the relational model between organizational change and the civil servants' EVLN behavioural is established.
The inspection of the relational model fit of organizational change and the Chinese civil servants' EVLN behaviour is shown in Table 6 Table 7 shows the results verify that this model is acceptable and valid. Based on the results from the exploratory and confirmatory factor analysis, in the fitted model, all the path coefficients between the latent variables, and the latent variables and the observable variables were significant at the level of .05.
Therefore, the second null hypothesis is rejected and the alternative hypothesis accepted, i.e. Organizational change is positively related to Chinese civil servants' Exit and Neglect behaviour, but has a negative relationship with Chinese government civil servants' Voice and Loyalty behaviour.
As can be seen in Figure 4 , by examining the sub-dimensional level of organizational change, we can find that the path coefficients between organizational change and Chinese government civil servants' EVLN behaviour are acceptable at significant level (p <.05), which mean that the correlations between different dimensions of organizational change and Chinese government civil servants' EVLN behavioural are established, apart from the impacts of structural change and process-oriented change on their Exit behaviour, which are not significant.
Therefore, the sub-sections of the second null hypothesis are rejected and the alternative hypotheses accepted:
1. There is a positive correlation between strategic change and Chinese government civil servants' Exit behaviour and Neglect behaviour. However, there is a negative correlation between strategic change and Chinese government civil servants' Voice and Loyalty behaviour.
2. There is a negative correlation between structural change and Chinese government civil servants' Neglect behaviour. There is a positive correlation between structural change and Chinese government civil servants' Voice and Loyalty behaviour. There is no correlation between structural change and Chinese government ass.ccsenet.org Asian Social Science Vol. 15, No. 3 2019 civil servants' Exit behaviour.
3. There is a negative correlation between Process-oriented change and Chinese government civil servants' Voice, Loyalty and Neglect behaviour, but not correlation to the Chinese civil servants' Exit behaviour.
4. There is a negative correlation between People-oriented change and Chinese government civil servants' Exit and Neglect behaviour, but negative correlation to Chinese civil servants' Voice and Loyalty behaviour.
Discussion and Conclusions
From the results we can find that, as Beer (1980) and Senior's (2002) 's argument, organizational change is a 4-dimensional model which includes strategic, structural, process-oriented and people-oriented change within Chinese government context.
By changing the working behaviours and strengthening employees' personal development, organizational change is aimed to improve the efficiency and effectiveness of organization (Weick & Quinn, 1999; Jones, 2004) . Hence, a 2×2 model which includes 'organization-individual level' and the 'relation-task level' can be developed to explain the term of "organizational change" (Bellou, 2007; Ussahawanitchakit & Sumritsakun, 2008) . As shown in Figure Generally speaking, from the results we can find that the correlation between organizational change and EVLN behaviour of Chinese civil servants is positively significant. The results show that organizational change has a negative relationship with Chinese government civil servants' Voice behaviour, which is opposite to the findings of previous empirical research (Turnley & Feldman, 1999) .
First, on the one hand, in accordance with the results of Western empirical studies (e.g. Turnley & Feldman, 1999) , Chinese civil servants are more likely to respond to organizational change by increasing their Exit and Neglect behaviour, and reducing their Loyalty to the government. Based on the discussion it can be concluded that, regardless of either a Western or a Chinese setting, or a private or public sector context, organizational change would lead to a strong effect on employees' behaviours. On the other hand, different to Western empirical studies, Chinese civil servants are more likely to respond to organizational change by reducing their Voice behaviour to the government rather than increasing their Voices. Based on the discussion, it is clear that cultural factors have a strong influence in determining Chinese civil servants' behavioural responses to organizational change (Thomas, Au, & Ravlin, 2003) . In terms of Chinese civil servants' high PDI and LTO, and low IDV and UAI (Hofstede, 1994) , along with the influence of Confucian thought -including hierarchical principles (Bond, 1991) Second, in accordance with the overall effect on Chinese government civil servants' EVLN behaviour, the survey findings showed that organizational change in terms of different dimensions have an impact on the Chinese civil servants' EVLN behaviour, although it is not consistent -as outlined below.
Firstly, both strategic change and people-oriented change has a strong corelation with civil servants' vital interests. Therefore, they have an impact on each single dimension of the EVLN model.
Secondly, the findings show that structural change is more likely to lead to the constructive behaviour of Chinese civil servants. Therefore, it is concluded that structural change in the Chinese government is relatively successful and accepted.
Thirdly, in terms of the influence of high PDI and the characteristics of Chinese society such as low levels of employment (Xue & Zhong, 2003; Giles, Park, & Zhang, 2005) and the popularity of the profession of civil servant, Chinese civil servants' Exit behaviour is relatively less strong in comparison with other behaviours during organizational change.
Fourthly, in the implementation of process-oriented changes, with the provision of specific working criteria and regulations, civil servants' Neglect behaviour is to a great extent restrained. Although feeling reluctant, the civil servants have to conduct themselves properly by following new working criteria requirements and regulations. Therefore, it can be concluded that process-oriented changes reduce the civil servants' Neglect behaviour.
Contribution to Knowledge and Areas for Future Research
Firstly, in terms of the sub dimensional level, prior research has no relevent empirical studies on the relationship between organizational change and the employees' behavioural responses. This study provides us a theoretical innovation in this field, particularly within a Chinese cultural background and government context.
Secondly, earlier studies often focused on organizational change and employees' behavioural responses in the private sector and particularly in Western settings (Millward & Brewerton, 1999; Herriot et al., 1998) . This study investigated the employees at Chinese public sector context, and confirmed the validity and application of prior theories in a different culture and context. Particularly, when compared with the empirical findings of Western studies, the current study suggests that cultural factors (Thomas & Au, 2002) , particularly Confucian thought, such as Guanxi, Mianzi and Harmony (Wang et al., 2010; Earley, 1997) , have an impact on the employees' corresponding behaviours.
As we all know, limitations is inevitable for any kind of research. In terms of the nature of quantitative study and in testing-out theory, this study used a questionnaire survey as the main data gathering instrument (Saunders et al., 2003) , for which informal interviews were conducted to help establish the format and content. In order to explore the wider reasons behind the variables, it is suggested that future studies could adopt a more qualitative approach, and the use of in-depth interviews and focus groups. -.14
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